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Practicing

CPA

An AICPA publication for the local firm

REDUCING STAFF TURNOVER
You have a nice, growing practice; the quality of
work performed is high; the office facilities are
attractive and up-to-date; and, you believe, the
salaries, fringe benefits, training and opportuni
ties for professional development are excellent.
Just the sort of environment, you would think, in
which young staff accountants would be happy.
But that does not appear to be the case and high
staff turnover is a major problem in your firm.
You wonder what is causing the problem and
what you can do about it.
One thing you might do for a start is to con
sider the possibility that you might be hiring the
wrong people for your firm and you might be hir
ing them at the wrong time. You should only hire
the type of people that you will work at trying to
keep, and you should hire them as much in ad
vance of need as possible to give yourself more
time in the selection process. Whenever possible,
consider known quantities, e.g., people known by
you or by someone whose judgment you respect.
Check performance records and references very
carefully. In fact, it is a good idea to go to second
references. Ask the supplied references to recom
mend someone else who knows the person being
considered in order to add as much objectivity as
possible.
Hire so that you have a good mix of personali
ties on the staff—both tough-minded, assertive
people and sensitive, understanding people, both
planners and action-oriented people, etc. And try
to get people from a broad mix of backgrounds.
Don't hire everybody from the same school, geo
graphic area or socioeconomic background. Cli
ents have different needs and interests, and a
broad mix of personalities and backgrounds on
your staff will make compatibility with clients
much easier.

Staff compensation must be competitive. While
money by itself will not reduce turnover, the lack
of it will cause turnover. Pay at least a "going
wage” for your market area and provide as many
financial incentives such as bonus, profit sharing,
pension, etc., as possible. The amounts need not be
extravagant but the opportunities to participate
in the firm's success should be available. You will
also need to be competitive in terms of fringe
benefits such as health and accident insurance,
and you might even consider adding a few per
quisites. Don’t leave any room for misunder
standing in this area though. Compensation is im
portant, but total understanding of compensation
by both parties is more important.
Staff members must know exactly what their
jobs entail and what is expected of them. Job
descriptions need to be clear and specific. They
should be prepared by management, validated by
the individual and updated at least annually.
And don't forget feedback from staff. It is very
important to know what people think about their
jobs.
It is essential that middle managers and staff
know the extent of their authority, what they are
accountable for, and about activities the firm
considers are a breach of professional ethics. Staff
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should also know about personal likes and dislikes
on the part of management. These personal pref
erences generally concern work habits such as
tardiness, neatness, etc.
Communication between staff and management
and supervisory personnel must be made easy.
Employees will make sure somebody hears their
complaints and it is much better if it is manage
ment who can do something about it. In the same
vein, employees should know what is going on in
the firm and it should be management that in
forms them.
A most important consideration in reducing
staff turnover is to make sure people receive
good training. You can set up a specific program
to indoctrinate new staff members into the work
ings of the firm and establish a well-defined pro
bationary period to give them a chance to look at
the firm and you an opportunity to look at the
newcomers. If you do have such a probationary
period, it is essential that everyone knows what is
expected, that assignments are measurable and
that there is constant feedback in both directions.
Monitoring this period should be a specific, indi
vidual management responsibility.
Firms need to give people all the help they can
in self-development. Provide the sort of training
that will let staff members build on their experi
ences and education. Have some in-house training
programs, perhaps with outside instructors, and
let staff attend some outside programs. Training
should be scheduled on specific assignments and
all training received must be recorded in the in
dividual's personnel file. There must be a commit
ment to stick with the training, no matter what.
One last thought on encouraging self-develop
ment of staff people is to have a policy for help
ing them continue their formal education. The
firm can share in the cost and assist staff in set
ting goals and establishing objectives.

Zeroing in on emotional needs
Everyone has emotional needs ranging from the
basic physiological needs of food and shelter to

the psychological needs of approval and recogni
tion of one's achievements. It would be useful to
be able to determine people’s emotional needs
before hiring them, but this is difficult because the
clues as to what motivates someone are only ap
parent over a period of time, not from just a few
actions or words. Still, it is management’s job to
determine what the need-fulfillers are for each
staff person at the various stages in his or her
career. (Performance evaluations and salary re
views are need-fulfillers and should be scheduled
regularly.)
A person’s values are established early in life
and remain basically the same except for signifi
cant emotional impacts. Employers cannot man
date employees’ values, and if mandated be
havior runs counter to these values, conflict is
inevitable. Value conflicts should be resolved as
soon as possible because of their tendency to
accumulate and fester if left unresolved. Many
firms have found that conflicts can often be re
solved or avoided by use of a suggestion box, an
open door policy and by careful observation of
warning signals.
Members of the staff should be given an oppor
tunity to demonstrate their worth without philo
sophical prejudgment by management. It is up to
management to identify the sources of dissatisfac
tion and to mitigate or eliminate them and to en
courage satisfaction through performance reviews
and communication.
It is patently unfair to keep anyone on the staff
out of pity and noncontributors should be ter
minated legally and swiftly. Conduct intelligent
exit interviews, outline what you are going to say
and don't make people feel bitter. Give them the
opportunity to resign if that will make it easier
and give outplacement service where possible.
Monitoring performance is essential if staff
turnover is to be reduced. This can be done for
mally through performance reviews, client con
tact and supervisors' reports or informally
through observation, etc. Upward mobility
(Continued on page 7)
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Highlights of Recent Pronouncements
FASB Statements of Financial
Accounting Standards (SFASs)

No. 49 (June 1981), Accounting for Product Financ
ing Arrangements
□ Extracts the specialized principles and prac
tices from SOP 78-8, Accounting for Product
Financing Arrangements.
□ Specifies criteria for determining when an
arrangement involving the sale of inventory
is in substance a financing arrangement.
□ Requires product financing arrangements to
be accounted for as borrowings rather than
as sales.
□ Applies prospectively to product financing
arrangements entered into after June 15,
1981.
No. 48 (June 1981), Revenue Recognition When
Right of Return Exists
□ Extracts the specialized principles and prac
tices from SOP 75-1, Revenue Recognition
When Right of Return Exists.
□ Specifies how an enterprise should account
for sales of its product when the buyer has
a right to return it.
□ Revenue shall be recognized at time of sale
only if all the conditions specified by the
statement are met.
□ Effective for fiscal years beginning after
June 15, 1981. Accounting changes to con
form to the statement are to be applied
retroactively.

No. 47 (March 1981), Disclosure of Long-Term
Obligations
□ Requires disclosure of commitments under
unconditional purchase obligations that are
associated with suppliers’ financing arrange
ments; identifies information to be dis
closed.
□ Requires disclosure of future payments on
long-term borrowings and redeemable stock.
□ Effective for fiscal years ending after June
15,1981.
No. 46 (March 1981), Financial Reporting and
Changing Prices: Motion Picture Films
□ Supplements SFAS no. 33 regarding motion
picture films.
No. 45 (March 1981), Accounting for Franchise Fee
Revenue
□ Extracts the specialized accounting princi
ples and practices from the AICPA Industry
Accounting Guide, Accounting for Franchise

Fee Revenue, and establishes accounting and
reporting standards for franchisors.
□ Requires that franchise fee revenue from in
dividual and area franchise sales be recog
nized only when all material services or con
ditions related to the sale have been substan
tially performed or satisfied by the fran
chisor.
□ Establishes accounting standards for contin
uing franchise fees, continuing product sales,
agency sales, repossessed franchises, fran
chising costs, commingled revenue, and rela
tionships between a franchisor and a fran
chisee.
□ Effective for fiscal years beginning after June
15,1981.
No. 44 (December 1980), Accounting for Intangible
Assets of Motor Carriers
□ Amends Chapter 5 of ARB no. 43 and inter
prets APB Opinions nos. 17 and 30 to ad
dress questions raised by enactment of the
Motor Carrier Act of 1980.
□ Requires unamortized costs of motor carrier
intangible assets representing interstate
rights to transport goods with limited com
petition be charged to income and, if mate
rial, reported as an extraordinary item.
□ Does not affect accounting for other intangi
ble assets of motor carriers.
□ Effective on December 19, 1980, for periods
ending after December 15,1980.

No. 43 (November 1980), Accounting for Compen
sated Absences
□ Requires accrual of employees’ rights to re
ceive compensation for future absences
when certain conditions are met.
□ Effective for fiscal years beginning after De
cember 15, 1980. Accounting changes to con
form to the statement are to be applied
retroactively.
No. 42 (November 1980), Determining Materiality
for Capitalization of Interest Cost
□ Amends FASB Statement no. 34 to clarify
that Statement no. 34 does not establish new
tests for materiality.
□ Effective for fiscal years beginning after De
cember 15,1979.
Nos. 41 and 40 (November 1980) and no. 39 (Oc
tober 1980), Supplements to SFAS no. 33 (Septem
ber 1979), Financial Reporting and Changing
Prices
□ Provide guidance to companies in the real
estate, forest-products and oil and gas in
dustries on implementation of SFAS no. 33.
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No. 38 (September 1980), Accounting for Preac
quisition Contingencies of Purchased Enterprises
□ Amends APB Opinion no. 16 to specify how
an acquiring enterprise should account for
contingencies of an acquired enterprise that
were in existence at the purchase date and
for subsequent adjustments resulting from
those contingencies.
FASB Interpretations
No. 35 (May 1981), Criteria for Applying the Equity
Method of Accounting for Investments in Com
mon Stock (interprets APB Opinion no. 18)
No. 34 (March 1981), Disclosure of Indirect Guar
antees of Indebtedness of Others (interprets SFAS
no. 5)

No. 33 (August 1980), Applying FASB State
ment no. 34 to Oil and Gas Producing Operations
Accounted for by the Full Cost Method (interprets
SFAS no. 34)
Statements on Auditing Standards
No. 39 (June 1981), Audit Sampling
□ Supersedes SAS no. 1, sections 320A and
320B.
□ Provides guidance on nonstatistical and sta
tistical sampling; sampling for substantive
tests of details and sampling for compliance
tests of internal accounting controls.
□ Effective for examinations of financial state
ments for periods ended on or after June 25,
1982. *

No. 38 (April 1981), Letters for Underwriters
□
Supersedes SAS no. 1, section 630.
□ Changes are in response to SEC revisions of
reporting requirements and changes in pro
fessional standards relating primarily to re
views of interim financial information.
No. 37 (April 1981), Filings Under Federal Securi
ties Statutes
□
Supersedes SAS no. 1, section 710.
□ Provides guidance for the accountant when
his report based on a review of interim finan
cial information is presented or incorpo
rated by reference in a filing under the Secu
rities Act of 1933.
No. 36 (April 1981), Review of Interim Financial
Information
□
Supersedes SAS no. 24.
□ Changes are in response to the SEC’s revi
sions to Regulation S-K and deal with the

effects on the auditor’s report when interim
financial information accompanies audited
financial statements.
□ Guidance in SAS no. 24 on the accountant’s
procedures for a review of interim financial
information and the form of the accountant’s
review report are unchanged.

No. 35 (April 1981), Special Reports — Applying
Agreed-Upon Procedures to Specified Elements,
Accounts, or Items of a Financial Statement
□ Amends SAS no. 14, paragraphs 15-17 to per
mit an accountant’s report to be accompa
nied by an entity’s financial statements and
amends the language of the illustrative re
ports.

No. 34 (March 1981), The Auditor’s Considerations
When a Question Arises About an Entity’s Contin
ued Existence
□ Provides guidance on the auditor’s consider
ations when information comes to his atten
tion that raises a question about an entity’s
ability to continue to exist.
□ Discusses the effects on the auditor’s report
and presents illustrative reporting language.
No. 33 (October 1980), Supplementary Oil and
Gas Reserve Information
□ Provides guidance in implementing proce
dures specified in SAS no. 27 regarding SFAS
nos. 19 and 25 and disclosure of oil and gas
reserve information required by the SEC.
No. 32 (October 1980), Adequacy of Disclosure in
Financial Statements
□ Supersedes SAS no. 1, section 430. Retains
basic concepts of section 430. However, up
dates guidance to achieve consistency with
authoritative pronouncements issued subse
quent to section 430 (e.g., SAS nos. 12 and 17,
and FASB Statement no. 5).

No. 31 (August 1980), Evidential Matter
□ Discusses the nature of assertions by man
agement that are embodied in financial state
ment components and the use of assertions
in developing audit objectives and designing
substantive tests.
□ Discusses the nature, competence, sufficiency
and evaluation of evidential matter.
□
Supersedes SAS no. 1, section 330.
Statements on Standards for
Accounting and Review Services

No. 2 (October 1979), Reporting on Comparative
Financial Statements
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Staff Newsletters
Keeping staff informed of changes in policies and
procedures or just of what is going on in the
firm—new clients or staff members, etc.—often
results in numerous memorandums that add to
the piles of papers on everyone’s desk and don’t
very effectively achieve their aim.
In an article, “Your Printed Image,’’ that ap
peared in the January 1980 issue of the Practic
ing CPA, Norman Rachlin, CPA, of Coral Gables,
Florida, suggests that much of this paper can be
eliminated by screening internal communications
and centralizing most of the information in an
internal journal. Mr. Rachlin says that such a
journal can cover subjects such as personnel
promotions, social activities, in fact, everything
of interest to the staff. The gist of Mr. Rachlin's
article is that if a firm’s printed materials are
standardized, informative and professional-look
ing, they help bring the firm together as an entity
and can aid in attracting clients and personnel.
Is it possible to carry the idea of an internal
journal a bit further? A readable, interesting
newsletter is an effective way for a local firm to
inform and show concern for its clients. Would
a readable, interesting newsletter be an effective
way for the same firm to inform and show con
cern for its staff? H. W. Martin, a Rome, Georgia
CPA says, “Yes, it would.’’
“One great advantage of newsletters,’’ says Mr.
Martin, “is that they don’t have to be confined to
the straight reporting of information. They can
be made extremely readable through the use of
stories and analogies.’’
For example, in one of its issues, the firm, trying
to impart to the staff the need to rely on only rep
utable professional advice, spun a delightful tale
around a trusting old egg by the name of Humpty
Dumpty. Old H.D., so it seems, placed great reli
ance on all the king’s horses and all the king's
men who, alas, were unable to put him together
again when he fell off a wall. Another story with
a light touch, “A Tax Season Carol,’’ written, ap
parently, by the Ghost of Tax Season Past, pre
pared the staff for the rituals of the coming sea
son—all done, the firm explains, in honor of a
patron saint known only as IRS.
Producing a staff newsletter does not have to
be an expensive proposition. It can be typed on
the firm’s stationery (standardized of course with
the firm’s logo) to make it look like the client
newsletter and sufficient copies run off on the
office copying machine. For special editions, such
as one they produced on the retirement of Mr.
J. M. Read, one of the firm’s founders, Mr. Martin

says they did use a local printer. But even this
issue only amounted to out-of-pocket expenses of
$85-90 for 200 copies.
Mr. Martin says that producing a staff news
letter must be a joint effort. He believes that a
good editor is very important to its success (your
humble scribe was very pleased to hear that). He
found that partners took more interest in the
staff newsletter than in the one for clients and
that the staff liked to do the research for the
stories. A staff newsletter, says Mr. Martin, has its
place in improving office morale and he hopes
other firms will be encouraged to try it.

What Clients Should Know About
Engagement Letters
Engagement letters have been used by some prac
titioners for many years and by others only recent
ly. However, while it is not a professional require
ment, the trend is toward increased use of engage
ment letters because of the greater scope of serv
ices being offered by accountants and the growing
tendency of the public to scrutinize such services.
Engagement letters should be used for every
engagement. There are several reasons for this.
They help avoid misunderstandings with clients
over terms and conditions of engagements and
with staff members over what is required of them.
Also, engagement letters can assist auditors in
planning appropriate audit steps and procedures
and make it easier for partners and staff members
to review the services performed and the terms of
engagements, drafting extensions or amendments
where needed.
Section 204.03 of the AICPA Management of an
Accounting Practice Handbook has numerous sug
gestions and exhibits to help practitioners prepare
engagement letters. Now the Institute has pub
lished a leaflet which explains the nature and
purpose of engagement letters.
The leaflet, the Engagement Letter, tells clients
who may not be familiar with them why engage
ment letters are important, how they spell out the
scope of services and the terms of payment, why
they should be kept current, how management
benefits from them and why engagement letters
do not change the relationship between manage
ment and the CPA.
The leaflet, which is intended for distribution
to clients, may be obtained from the AICPA order
department (212) 575-6426. The cost to members
is $3 for the minimum order of 25 leaflets and 12
cents for each additional copy.
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Making Staff Meetings Work
Many firms believe that, when used effectively,
regularly scheduled staff meetings can provide an
invaluable forum for communication between
management and staff. The employees seem to
appreciate the opportunity to meet directly with
the principals, and management welcomes the
feedback of ideas and concerns from the staff.
However, these meetings can be extremely
costly, not only directly in terms of the time and
salaries of the participants, but also indirectly due
to interruptions in the flow of work and the un
availability of staff for consultations, etc. How
then can staff meetings be set up so that the bene
fits are maximized and the costs to the firm are
minimized? We posed the question to members of
our editorial advisory committee. The following
suggestions are based on their answers.
To begin with, always have some purpose to the
meeting. Never have staff meetings just to get
everybody together or just so people can let off
steam. Gripe sessions do have a purpose, but there
is a tendency for a particular complaint to be of
interest only to the person making it. Most indi
vidual complaints should be handled with the
supervisor or the partner with the responsibility
for personnel matters.
Staff members like to be kept informed and, for
many firms, staff meetings are an excellent way to
let people know what is going on and to brief
them on specific services the firm is capable of
providing. They are then in a better position to be
alert to clients’ needs and to handle enquiries from
them. In turn, you can find out about problems
they are having in the field and about their ideas
and suggestions. The firm’s plans for the future
can be discussed so staff members can better relate
their day-to-day work to the long-range objectives.
The meetings offer an opportunity to refine staff
assignments, review problems and unfinished en
gagements and shift personnel if necessary to
cope with the workload more efficiently. These are
also the ideal occasions to review all firm policies
and procedures and major tax and audit items.
While informal meetings are preferable, most
firms believe that agendas should be drawn up
(with time allotted for any new business that
might crop up) and distributed beforehand, so that
no one is unprepared for the meeting. Minutes
should be kept and distributed after the meeting.
Several people emphasized that meetings should
start and finish on time and that all staff members
should be solicited for discussion topics and en
couraged to attend and participate in the meeting.
It is essential to let the staff know how important
the meetings are to the firm.

In the same vein, many firms require all partners
who are in the office at the time of the meeting to
attend it. At some firms, staff meetings are con
ducted by department heads—the choice being
dictated by the agenda topics—and at other firms,
the partner-in-charge of the office or the person re
sponsible for personnel matters runs the meeting.
Now, where and when should you hold such a
meeting? The firm’s conference room is naturally
the first choice for a meeting place. However, if
one is not available, another room will do provided
it has suitable and adequate seating arrangements.
Whatever you do, don’t have people sitting on
tables or leaning against walls, etc.
Some firms hold a meeting each week, some less
frequently. The main thing is that they are held
often enough to ensure effective communication
within the firm, but not so often that the meeting
degenerates into a "bull” session.
Monday seems to be the most popular day for
holding these meetings, but some firms prefer
Friday. Nearly all these firms schedule the meeting
for the first thing in the morning before people
have other things on their minds. Most of them try
to limit the meetings to an hour or less and usually
provide coffee and other refreshments. One firm
suggests having the meetings on Saturdays. It
reasons that paying people to come into the office
then is cheaper than losing billing time. The firm
also suggests buying lunch for the participants if
the meeting is long.
What if people don’t respond to group situations
and withhold their comments? One firm says that
it recognizes this possibility and that while it
tries to maintain an informal atmosphere at all
meetings to generate as much staff input as pos
sible, the staff is invited to discuss any issue pri
vately, should this be desired. Another firm reports
that in order to have more meaningful communi
cation, it initiated a "rap” system in which each
staff person chooses a partner to be his "rap
partner.” The two have lunch together six or eight
times a year and discuss whatever is of interest to
the staffer. It says the system is relatively new
but seems to be having a positive influence on the
staff in general.
On the whole, are staff meetings worth the ex
pense? One firm responded, "We tried discontinu
ing the meetings but it just didn’t work. For some
reason they seem to build teamwork and cama
raderie within our firm.” Another firm says, "The
meetings appear to be an effective means of secur
ing cooperation and the best efforts of staff and
partners. They promote an informal but orderly
method of stimulating the necessary team spirit
for a pleasant and productive practice unit.”
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Staff Turnover (Continued from page 2)
should be provided in a way that will not only
enable you to retain the best people but will also
encourage the others to strive for higher levels of
recognition. If staff people know that there is a
fairly structured pathway upward and are kept
aware of their progress, know that their training
will continue as they move upward and that pro
motion will be on merit, then you will find that
you have gone a long way in solving the problem
of staff turnover.
Adapted from a presentation
by Daniel Bellus
Human Development Unlimited, Inc.
2997 LBJ Freeway, Dallas, Texas

Big Brother and Little Buddy
Most people are somewhat intimidated during the
first year of a new chapter in their lives, be it the
first year of school, marriage or a new job. Unfa
miliarity with the system often results in a loss of
confidence and produces a profound fear of fail
ure. Communication is usually the key to reducing
newcomers’ anxieties, but sometimes when things
get particularly hectic at a firm, communication
does not occur frequently enough, important
though it is to new staff members.
It is all too easy to neglect your firm’s staff
development activities when you are busy. Cecil
Royer, a Tacoma, Washington CPA, says that he
and his colleagues found out that their orientation
programs were not achieving the desired results
when they had staff problems during an excep
tionally busy period. They decided to try a differ
ent approach and about three years ago they
started their big brother program.
Under this system, a senior (the big brother)
is assigned to a new staff person (the buddy) to
provide counsel and practical information on the
firm's policies and procedures for a period of 12
months. This can involve all sorts of advice,
ranging from how to prepare reports and the
proper way to record time to details on the firm’s
dress code. An important aspect, Mr. Royer
thinks, is that it provides an opportunity for new
people to ask "dumb questions"—questions they
would be embarrassed to ask a partner or man
ager at a staff meeting.
Mr. Royer says that the program does not re
place the partners’ role in the development of
staff, but is a supplement to the firm’s on-the-job
training and seems to bridge the gap between
formal and informal orientation programs.

The program has not complicated staff assign
ments in any way. Mr. Royer says that the buddy
can work for the big brother on engagements and
that this has not led to any problems with the
evaluation procedure. "In fact," he says, "the
experience develops the seniors’ skills as man
agers. The big brother role is good for them."

The AICPA’s Self-assessment
CPE Programs

Do you still confuse self-assessment programs
with the AICPA CPE division’s regular cassette
workbook or textbook self-study courses? Many
people do. However, there are some very impor
tant differences.
Self-assessment is a new approach to CPE in
the accounting profession. With these programs,
participants answer the questions first (the self
assessment component) and then receive the
critiques (the educational component). They can
use either an "open" or "closed" book approach—
researching as much as they wish or answering
from the tops of their heads. Either way, par
ticipants learn from the follow-up critiques which
are valuable additions to their libraries.
Based upon the experience of the medical pro
fession, it is believed that self-assessment is the
most effective way to document one's proficiency
within particular areas of accounting. Partici
pants receive not only individual performance
feedback but also group norms developed from
the responses of other participants, and an in
depth rationale for the correct answers to ques
tions.
On top of all this, self-assessment is an inex
pensive way to earn CPE credit hours. The pro
grams cost only $7.50 or $7.80 per CPE credit
hour and entail no other expenses such as for
travel and accommodations and no loss of billable
time. You can learn at the office or at home—
whenever it is convenient.
There are now three programs in the series:
□ Business and tax planning for private com
panies.
□ Reporting on the financial statements of
private companies.
□ Gift and estate planning (the original pro
gram)—volumes 1 and 2.
If you would like to obtain more information
about these self-assessment programs, contact
Henry Smith in the AICPA CPE marketing division
(212) 575-5524.
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Do You Use a Microcomputer?

The MAP committee would also like to remind
practitioners that the second cluster of practice
management conferences will be held in Atlanta
on October 19-20 (practice growth and develop
ment) and October 22-23 (people management).
Contact Jim Flynn at the AICPA (212) 575-6439 for
more information.

The AICPA’s management of an accounting prac
tice committee is interested in finding out which
firms are using in-house microcomputers and if
they are used in the internal management of the
firm or for client work. If you are using in-house
microcomputers, the MAP committee would like
to know the following information:
1.
What make and model computer do you use?
2. Do you use packaged software and, if so,
which one; or do you develop your own pro
Accounting and Auditing Conference
grams?
The AICPA’s National Conference on Accounting
3. For what type of client work do you use the
and Auditing will be held at the Fairmont Hotel
computer?
in Denver on August 13-14. This year’s conference
4. For what type of internal management func
is
designed to update practitioners on recent tech
tions do you use the computer?
nical
developments that are likely to affect their
5. Do you advise clients on what kind of micro
accounting
and auditing practices. Among the
computer hardware and software to pur
topics that will be discussed are financial report
chase?
ing by small businesses; improving sampling in
Any comments you may have on the cost-effec
audit practices; the market for compilation, re
tiveness of using a microcomputer would also be
view and audit services; and personal financial
very helpful to the MAP committee which is trying
statements.
to keep aware of firms that are using new manage
Registration fee is $260. For further informa
ment techniques and systems. Please send your
tion, contact the AICPA meetings department
replies to Nancy Myers, director, industry and
(212) 575-6451.
practice management division, AICPA.
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